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A TAXONOMY OF SUPERVISOR-SUBORDINATE EXCHANGES ACROSS CULTURES
Naresh KHATRIScholars have raised major concerns
regarding the adequacy of the leader-
member exchange (LMX) theory, the existing
model on supervisor-subordinate exchanges.
This paper addresses three shortcomings of
the theory. First, current LMX theory lacks
a clear description of the exchange process
between a leader and subordinate.
Moreover, the development and refinement
of the theory has been stagnant. Supervisor-
subordinate exchanges are farmore complex
than assumed in the theory and it is in sore
need of reconceptualisation. This paper
provides new theoretical insights into
supervisor-subordinate exchanges by
incorporating Fiske’s relational models.
Second, the LMX theory is woefully
inadequate in capturing the richness ofsupervisor-subordinate exchanges across
cultures. The appropriate approach may be
to develop cultural-specific models and
measures of supervisor-subordinate
exchanges. Already, such efforts are under
way. This paper provides a rudimentary
description of how supervisor-subordinate
exchanges may vary across the cultural
syndromes of vertical collectivism, vertical
individualism, horizontal collectivism, and
horizontal individualism that can form the
basis for future empirical research.
Third, the proponents of LMX theory seem
to downplay the dysfunctional
organisational consequences of the close
relationships between supervisors and their
subordinates. However, numerous studies
have shown that the downside of closerelationships is considerable and cannot be
overlooked. Given that such a large number
of studies in the past have reported adverse
consequences arising from close supervisor-
subordinate relationships, it would seem
improper to treat them as anomalies; the
accumulated findings from these studies call
for a theoretical explanation. This paper
provides a framework around the concept of
cronyism proposed by Khatri, Tsang, and
Begley (2006) to explain the dark side of
close supervisor-subordinate exchanges.
It is proposed that supervisor-subordinate
exchanges involve the highest level of
relational cronyism in vertical collectivist
cultures and the highest level of
instrumental cronyism in vertical
individualist cultures.PREDICTING UNWILLINGNESS TO REPORT ETHICAL INFRACTIONS OF PEERS: A MODERATED MEDIATION APPROACH
Priya NAIR and T.J. KAMALANABHANIn recent times, survey reports on ethical
infractions at workplaces and instances of
fraud have shocked and disappointed the
corporate world and stakeholders alike.
Several infractions however go unreported
even in organisations which have ethical
codes that offer a mechanism for reporting.
This raises the question as to why
employees pass off infractions as being ‘all
right’ at work and how such attitudes affect
their willingness to report and thereby
curtail infractions. One explanation for
unwillingness to report peer infractions is
the breakdown of an individual’s moral self-
regulation or capacity to exercise some
measure of control over his/her thoughtand actions. Another reason is the
organisation’s ethical environment that
exerts a prime influence on employee
behaviour. Employee evaluations of an
organisation’s ethical environment are
based on not just their personal beliefs but
also on cues received from their managers
and coworkers. Such appraisals include
employee perceptions of their superior’s
integrity, witnessing infractions being
committed by their peers and absence of
punitive action against wrong-doers as well
as the ambiguity experienced regarding
ethical behaviour expected of them while
at work. Moral disengagement translates
the effects of these factors onorganisationally detrimental behaviours like
non-reporting of peer infractions even when
ethical codes require one to do so. The
authors further suggest that the extent to
which employees are ethically empowered
as well as the cynicism they experience
towards their organisation impact the
operation of moral disengagement and
present a moderated mediation model of
peer reporting. Such a model offers the
prospect of identifying cynicism among
managers as an attitude which may
intensify moral disengagement and at the
same time suggests a solution in ethical
empowerment which can diminish its
influence.
